Abstract
Introduction

1.
In 21 st century, business has found global dimensions and requires adopting effectively with people from different cultures. Cooperation has become a necessity in business. We usually need to deal with international affairs and people from other countries and cultures. Unlike fast modernization of the world, changes in culture are under gone slowly. For predictable future, cultural differences will remain as a key factor in interpersonal interactions and we have known it for a eloquence is like applying of accurate words and sentences and non-verbal skills in communications in order to deliver special messages, with contents of this cultural intelligence .
Effectiveness: Despite many studies on the effectiveness, uncertainty about what it is and what measures should be used to evaluate, is not yet fully resolved. Effectiveness means the "impact rate" used for individuals and actions. Effectiveness is also referred to as the ability to generate, product, penetration, decent, strong ... (Shirazi, 1994) .
Peter Drucker interprets effectiveness as doing the right thing and efficiency as doing the thing rightly. But how can this right thing be measured, Daft suggests the following methods: (Seyedjavadin, 2004) 
Methods
Topics Description
Traditional Goal-based The aim and purpose of the provision is determined. Index is operational objectives and the limitations are multiple targets.
Resource-based Effectiveness is based on supplying the resources from environment. This method is used when the objectives are not recognizable and measurable.
Organizational Process-based
The rate of integration and coordination of intra-organizational processes and satisfaction of individuals-indexes of human relation such as cooperation, trust and communication, beside economic efficiency, i.e. outcome to income, is presented.
Simultaneous
Stakeholders' satisfaction The role of organization in society on satisfying the stakeholders, including owners, staff, customers, creditors, suppliers and government is focused as the main factor.
Competitive values
The emphasis is on different aspects which are focused (internal or external) and organizational structure (completely controlled flexibility).
As Sarcheshmeh copper mine is one of the largest copper mines in the world and the largest open pit mine in the Middle East, assessment the effectiveness of managers and cultural intelligence of them is mandatory and essential. According to the four-factor model of cultural intelligence provided by Ang and Van Dean( Ang etal 2007) , suggesting the components of cultural intelligence including cognition, metacognition, motivation and behavior, as well as the effectiveness of management components provided by Kreitner and Krinicki which know the effectiveness containing "performance, motivation, return on investment, delegation, leadership, and conflict management" ( Kreitner and Krinicki 2009) and In regard to the importance of cultural intelligence, we investigated the relation of cultural intelligence of managers with their effectiveness in Sarcheshmeh Copper Complex in Kerman.
Methodology
2.
The present study aimed to survey the relation between cultural intelligence of managers and their effectiveness in In order to collect data two questionnaires were used: "cultural intelligence managers were assessed in four dimensions of metacognition, cognition, motivation and behavior, with 21 five-choice questions from completely disagree to strongly agree and measure of effectiveness of managementwith 22 five-choice questions in performance, leadership, authority, return on investment, conflict management, motivation and behavior from fully disagree to strongly agree". The questionnaire included two parts of demographic information and main questions. After the reliability and validity of the questionnaires were determined, they were distributed within the sample group. For validity, the questionnaires were given to five professors. After determining their ideas, and the validity was calculated in the frame of completely perfect, perfect, fair, poor and very poor. To determine the validity of the questionnaires, they were distributed among ten experts and after taking their view points, The validity of questionnaires was calculated.The validity of cultural intelligence questionnaire 0.88 and effectiveness questionnaire was 0.92. To calculate reliability, the method of dual-test was used; i.e. the questionnaires were first distributed among ten people of the population and collected, and then again after ten days, it was repeated for the same 10 people. After comparing and calculating the reliability, it was 86% for cultural intelligence, and reliability of efficiency questionnaire was 89%. In this study, cultural intelligence of management was considered as independent variables and management effectiveness as the dependent variable; and the mediator variables include age, work experience, education level and gender. For data analysis, descriptive statistics (tables, graphs, frequency) and deductive analysis such as Spearman and Pearson tests and log-linear method were used. Data were analyzed using SPSS software. Table 1 shows the demographic findings of the patients.Based on obtained information, the results showed that 86.4% of respondents were male. This issue shows low rate of women in managerial level of organization which is common in all organizations of Iran. (Table 3 ) Correlation analysis was used to examine the relationship between cultural intelligence and effectiveness of managers. At the error level of 0.05 and as the p value was less than 5% and close to zero and Pearson and Spearman correlation coefficients were 329/0 = r and 303/0 = rs, the results showed that there was a significant positive relationship between cultural intelligence and effectiveness of the managers in population (Table 4) . Also, table 4 showed that, at the error level of 0.05, and since the value of p is less than 5% and close to zero, with r=0.355 and rs=0.360 for metacognition and r=0.272 and rs=0.253 for motivation and r=0.275 and rs=0.247 for behavior, it can be argued that there is a positive relationship among the components of metacognition, motivation and behavior of cultural intelligence and effectiveness of managers in the studied population . Furthermore, findings showed that correlation coefficient of r=0.120 and rs=0.093 and at the error level of 0.05, and since the value of p was greater than 5% (0.129), there was no significant relationship between the component of cognition and the effectiveness of managers in studied population. (Table 5 ) According to obtained median for the effectiveness of managers (4.1429), it can be concluded that managers in the studied population have a high effectiveness. Also obtained median for Cultural Intelligence of managers was 3.25, which represents the relatively high cultural intelligence of managers in studied population. Calculated averages also show that the components of metacognition, motivation and behavior of cultural intelligence of managers are relatively high, but the cognitive component of cultural intelligence is medium. In order to investigate the relationship between cultural intelligence level of managers and their effectiveness with demographic variables, log-linear analysis was used. The results showed that gender, work experience, age and education level do not affect on the relationship between two variables of cultural intelligence of managers in Sarcheshmeh Copper Complexe and their effectiveness, and are independent of them.
Results
3.
Discussion
4.
The main objective of this study was to identify and to describe the relationship between managers' cultural intelligence and their effectiveness in Sarcheshmeh Copper Complex. Results showed that there is a significant positive relationship between managers' cultural intelligence and their effectiveness in Sarcheshmeh Copper Complex.
Cultural intelligence experts' point of view including Thomas, Krinks, Early and Ang corresponded with the results, too.
On the other side, there is relationship between managers' effectiveness with cognitive, motivational, and behavioral intelligence as components of cultural intelligence.
Other studies have also been conducted in this area. Rockstuhl et al showed in their study that cultural intelligence was a stronger predictor of cross-border leadership effectiveness (Rockstuhl et al 2011) Hadizadeh Moghaddam and Hosseini in their study concluded that there is a significant positive relationship between cognition, motivation, and behavior with team effectiveness (Hadizadeh Moghaddam and Hosseini 2008) . Khani et al in their research on Mobarakeh Isfahan Steel Company have found that there is a significant positive relationship between dimensions of cultural intelligence (cognition, metacognition, motivation, and behavior) with team effectiveness. (Khani et al 2011) Amiri et al concluded that there is a significant relationship between cultural intelligence components including metacognitive, cognitive, motivational, and behavioral as well as cultural intelligence itself with employees' performance. (Amiri et al 2010) Rahimnia et al showed in their study that cognition and behavioral dimensions of cultural intelligence have positive relation to task performance. (Rahimnia et al 2010) According to the results, there is a significant relationship between managers' metacognitive level as one components of cultural intelligence and their effectiveness in Sarcheshmeh Copper Complex.
As Triandis (2006) pointed out, persons with high metacognitive CQ have heightened perception of how their own culture influences their behavior and their understanding of intercultural situations. They also know the importance of preparing or planning for intercultural interactions by exposing themselves to different cultural norms. (Triandis 2006) "Metacognitive CQ emphasizes strategy and is the lynchpin between understanding cultural issues and actually being able to use that understanding to be more effective". (Van Dyne 2009) Motivational cultural intelligence also had a positive relationship with effectiveness. Motivational cultural intelligence reflects the ability and willingness to learn and work in different cultural situation (Ang et al, 2006) .
Indivitual with high motivational CQ are attracted to intercultural situations because they value the benefits of these interactions and are sure that they can handle the intrinsic challenges of cultural differences (Van Dyne et al 2012) Behavioral cultural intelligence also had significant positive relationship with managers' effectiveness. Those with high behavioral CQ reveal flexibility in their intercultural interactions and adjust their behaviors to put others at ease and facilitate effective interactions. ( Rockstuhl et al 2011) Cognitive 
Conclusion
5.
Based on results of this study as well as positive relationship between cultural intelligence and managers' effectiveness, looks particular investment needs to increase managers' effectiveness. Because increasing managers' cultural intelligence is possible through education and training, it is suggested that organizations devote special importance to improve cultural intelligence in their training and to develop programs for managers and to take steps to improve managers' cognitive and behavioral skills by using formal and informal training. Moreover, considering positive relationship between metacognitive intelligence and managers' effectiveness, more attention could be paid to training systems to improve analyzing skills so that metacognitive cultural intelligence will be improved.
